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The Honorable Board of Supervisors
County of Los Angeles

383 Kenneth Hahn Hall of Administration
500 West Temple Street

Los Angeles, CA 90012

Dear Supervisors:

MANAGEMENT APPRAISAL AND PERFORMANCE PLAN
PROGRAM MODIFICATIONS
(ALL SUPERVISORIAL DISTRICTS) (3 VOTES)

SUBJECT

This letter and accompanying ordinance will implement minor program changes to the
Management Appraisal and Performance Plan (MAPP).

IT IS RECOMMENDED THAT YOUR BOARD:

Approve the accompanying ordinance amending Title 6, Salaries, of the County Code to
implement minor program changes to the Management Appraisal and Performance
Plan (MAPP), to clarify current language and information, to streamline related
administrative processes, and to correct minor errors and effect non-substantive
changes. :

“To Enrich Lives Through Effective And Caring Service”

Please Conserve Paper — This Document and Copies are Two-Sided
Intra-County Correspondence Sent Electronically Only
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PURPOSE/JUSTIFICATION OF RECOMMENDED ACTION

Effective April 1, 2007, your Board approved changes to the MAPP which improved the
overall performance management value of the Plan. Significant changes were made to
the performance evaluation forms, tools, and processes and - for the first time -
participants became eligible to receive regular, annual merit increases based on
performance in addition to the general salary movement provided to all County
employees.

With over a year of experience administering this revised program, several
programmatic changes are being recommended, based on input from your Board,
suggestions from County department executive managers, and various MAPP
coordinators. Attachment A lists the recommended program changes with background
information and justification for these changes.

We are also taking this opportunity to further clarify ordinance language, simplify
processes, and correct minor typographical errors.

Implementation of Strategic Plan Goals

Approval of the accompanying ordinance will further the County Strategic Plan,
Workforce Excellence and Organization Effectiveness Goals, to improve the quality of
the workforce, to achieve departmental operational needs, and to maintain consistency
in personnel practices throughout the County.

FISCAL IMPACT/FINANCING

The programmatic changes being implemented with this letter and ordinance should not
result in any notable increased cost to the County. No additional funding is required.

FACTS AND PROVISIONS/LEGAL REQUIREMENTS

The accompanying ordinance implementing amendments to Title 8, Salaries, of the
County Code has been approved as to form by County Counsel.
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IMPACT ON CURRENT SERVICES (OR PROJECTS

Your approval of these recommendations will enhance the operational effectiveness of
the departments through effective compensation of the County’s management
employees.

Respectfully submitted,

W

WILLIAM T FUJIOKA
Chief Executive Officer

WTF:DIL:WGL
SJM:ra

Attachment

c: Director of Personnel
Executive Officer, Board of Supervisors
County Counsel
Auditor-Controller
Affected Departments
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ATTACHMENT A

MAPP PROGRAMMATIC CHANGES

Clarification of Appointing Authority

The County Code is being amended to clarify that the Chief Executive Officer is the
appointing authority for the Chief Deputy, Chief Executive Officer (UC) and the Deputy
Chief Executive Officer (UC) positions. This language change will correct
inconsistencies between two different sections of the MAPP ordinance and is consistent
with the Administrative Governance letter approved by your Board on May 22, 2007.

Approval of MAPP Salaries

Our changes to the accompanying MAPP ordinance and subsequent publishing of
Salary Administration Guidelines for MAPP are intended to clarify, simplify, and
streamline the approval process while maintaining appropriate financial conirols and
enhancing the equitability of salary administration across the County.

In general, current policies require various combinations of CEO and Board approval of
MAPP salary actions, based on the recommended salary in relation to a “floating”
threshold salary (currently $121K), the control point of the salary range, the third and
the fourth quartile, and/or an increase amount over 10%. We are recommending that
this approval process be clarified and simplified though the following changes:

o For MAPP Tier | non-department head positions, CEO shali review and approve
all new hire appointments and promotional increases based on CEO published
guidelines. However, Board approval will be required for salary actions that fall
above the control point of the applicable salary range. This provides the Board
with increased oversight of salaries for Chief Deputies, Deputy Directors and
other Tier | MAPP participants, as current policy requires Board approval only for
salaries above a threshold amount ($121K) or at the very top of the applicable
salary range (above third quartile).

o For MAPP Tier Il positions, CEO shall review and approve all new hire
appointments based on CEO published guidelines. For promotional increases,
department heads may approve increases that fall within 5.5% to 10%. CEO
approval will be required for any salary actions that exceed this range.

e Eliminate the concept of a floating threshold salary above which Board approval
is required.




o Eliminate the need for quartile analysis as a requirement for the approval
process.

e Establish and publish MAPP Salary Administration Guidelines for new hire
salaries and promotional increases.

Standardize Promotional Increases

There has been a variation, department to department, in the size of promotional
increases. This contributes to an inappropriate competition for talent between our
departments. For example, a Tier Il MAPP participant working at the S10 level may be
offered a promotional increase of 7.2% to become a division chief (S12) in their current
department, but choose to leave the department to become a division chief at the same
level (S12) in another department for a 12% increase. In this situation, there may be
many valid reasons for transferring to the new department, but they should not - in
theory - include a higher salary offer for the same level job.

Most importantly, under the former MAPP program there was very little guarantee of
increases once someone was appointed/promoted to a MAPP class. As a result (and
somewhat understandably) the size of the promotional increase recommendations was
often strengthened to compensate for anticipated lack of salary growth. With the April
2007 changes to MAPP, this is no longer an issue.

To further address these issues, we are amending the County code to standardize
MAPP promotional increases to between 5.5% and 10% or to the minimum of the new
range. Promotional increase amounts greater than 10% may be approved by the CEO
in limited circumstances with compelling, well-documented justification. As noted
above, department heads are being given authority to approve promotional increases
that fall within 5.5% to 10%. The CEO will conduct monthly audits of all MAPP salary
actions to monitor compliance to these guidelines.

Compensation for Temporary Assignments

The current MAPP ordinance contains four different sections or provisions that address
compensation for somewhat similar temporary assignments or situations, such as acting
department head, temporary positions and appointments, and temporary assignments.
There is little consistency in pay practices for these similar situations. To address this
problem, we are recommending the deletion of two of these sections and amending the
remaining two sections to apply to all of these situations. Compensation for most
temporary assignments will be in the form of a 5.5% bonus (as opposed to a permanent
adjustment in salary). Higher bonus amounts will require approval of the CEO or, for
acting department heads, the Board of Supervisors.



Salary Adjustments for Appointed Department Heads

With this amendment, the decision to approve general salary (COLA) and MAPP merit
adjustments will occur on the same date. This combined salary adjustment (referred to
in the Code as “merit salary adjustment”) will be effective each October 1 or on such
other dates as may be designated by the CEO and in consultation with the Board. The
adjustment amounts will be determined by the CEO in consultation with your Board
based on an assessment of each Department Head’s performance. However, an
individual who receives a performance rating of “Met Expectations” or higher, shall
receive a salary adjustment at least equal to the general salary adjustments (COLA)
approved by your Board, if any, for other MAPP participants in the same fiscal year. If
an individual receives a performance rating lower than “Met Expectations,” he/she may
receive a salary adjustment lower than the approved COLA.

Board and CEO Authority for Placement in Range of MAPP Salaries

The current language which authorizes the Board or the CEO to place a MAPP
participant’s salary “at any rate within the established Salary range for the position
he/she holds,” is being amended to clarify that such action may result in either an
“increase or decrease to a MAPP Tier | or Tier Il participant's current salary.”

Minor Changes and Technical Corrections

Several non-substantive changes have been made to the MAPP ordinance to correct
typographical errors, or to update language that refers to other sections that have had
substantive changes or that have been removed.




ANALYSIS

This ordinance amends Title 6 — Salaries, of the Los Angeles County code by:

HSM:asv

Amending portions of Sections 6.08.310 (Deﬁhitions), 6.08.325 (Performance
management), 6.08.340 (Tier | and Tier Il Management Appraisal and
Performance Plan basic salary structure), 6.08.360 (Special provisions),
6.08.370 (Tier | establishment of salary upoh appointment), 6.08.375 (Tier |
merit salary adjustment provisions), 6.08.385 (Tier Il establishment of step
placement upon appointment), 6.08.390 (Tier |l Step advancement

provisions), 6.08.395 (Tier | and Tier Il departmental special rates);

Repealing a portion of Section 6.08.335 (Tier | and Tier Il Management

Appraisal and Performance Plan General Salary Adjustment provisions);

Repealing Sections 6.08.345 (Temporary positions and appointments),

6.10.090 (Acting department head — Additional compensation);

Adding Sections 6.08.373 (Tier | General Salary Adjustment provision),

6.08.387 (Tier Il General Salary Adjustment provision).

RAYMOND G. FORTNER, JR.
County Counsel

By: QQLS M.Lé—-\

HALVOR S. MELOM T~
Principal Deputy County Counsel
Labor & Employment Division

Requested: 06-16-08
Revised:  10-07-08

HOA 557632.1



ORDINANCE NO.

An ordinance amending Title 6 - Salaries of the Los Angeles County Code,
relating to the Management Appraisal and Performance Plan.

The Board of Supervisors of the County of Los Angeles ordains as follows:

SECTION 1. Section 6.08.310 (Management Appraisal and Performance Plan —
Definitions) is hereby amended to read as follows:

6.08.310 Definitions. |

The following terms when used in this Part 3 with initial capitél letters, unless the
context clearly indicates otherwise, shall have the following respective meanings:

A. “‘Appointing Authority” means the board of supervisors for any person

employed and paid as an appointed Coeunty-officeror-an-item-designated-as “L

department head”

Chief Executive Officer (UC) shall be the Appointing Authority for the Chief Deputy,

Chief Executive Officer (UC) and Deputy, Chief Executive Officer (UC) positions.

The retirement administrator shall be the Appointing Authority of all Participants serving
on the staff of the Los Angeles County Employees Retirement Association. The
commission on human relations shall be the Appointing Authority for any person
employed in the position of Executive Director, Human Relations Commission. The
board of retirement and the board of investments jointly shall be the Appointing
Authority for any person designated to act as retirement administrator pUrsuant to
Section 6.27.020 of this code. County department heads are the Appointing Authority

for all other persons compensated pursuant to this Part 3.




G. “Tier I” means that part of the Plan that is applicable to unclassified
management positions and other positions specifically designated as eligible for Tier |
by the board of supervisors. Salary ranges applicable to Tier | Participants are
designated by the letter “R” in Sections 6.28.050 and 6.26.020 A of this code. Tier |

Salary ranges are defined in terms of a minimum rate, a maximum rate, and a Control

Point &

K. “Y-Rate” means, for purposes of this Part 3, a special salary rate which
entitles a person to receive a salary at a rate higher than ¢ the maximum of the Salary

range for the position which the person holds.

SECTION 2. Section 6.08.325 (Management Appraisal and Performance Plan —

Performance management) is hereby amended to read as follows:

6.08.325 Performance management.

B. Rating Period.
1. The rating period will be as designated by the chief administrative
officer. However, the performance of each Participant will be reviewed periodically by

the Appointing Authority or his/her designee during the performance period. At the
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conclusion of the rating period, the Appointing Authority or his/her designee will review
the performance of each Participant and complete an evaluation form in the manner
established by the director of personnel. To ensure uniform administration,
departmental performance ratings shall be in conformance with standards issued by the
director of personnel. At the discretion of the Appointing Authority, an evaluation form
may be completed for those Participants with less than six months service in the Plan.
The Appointing Authority or his/her designee shall have the option of rating Participants
on leave for more than six months of r the rating period. Participants on leave for less
than six months shall be given an overall performance rating except in the case where
the director of personnel has determined that unusual circumstances exist. Where
Participants on a leave of absence are rated, any Tier | Merit Salary Adjustment or Tier
Il Step Advancement may, at the discretion of the Appointing Authority, be granted upon
the Participant’ s return to work. Participants who are not rated shall not be granted a
Tier | Merit Salary Adjustment or a Tier Il Step Advancement.

2. In the case of a person employed as a department head, the

evaluation shall be in accordance with the procedures set forth in Section 2.06.100 of

this code.

E. In rating the performance of the chief, civil service commission and

ERCOM, the provisions of Section 3.10 2.020 of this code shall be followed.



SECTION 3. Section 6.08.335 (Management Appraisal and Performance Plan —
Tier I and Tier Il Management Appraisal and Performance Pian General Salary
Adjustment provisions) is hereby amended to read as follows:

6.08.335 Tier I and Tier Il Management Appraisal and Performance Plan
General Salary Adjustment provisions.

Recommendation of chief administrative officer. The chief administrative officer
shall recommend, as appropriate, and the board of supervisors may approve General
Salary Adjustments for Participants. General Salary Adjustments are adjustments
which are across-the-board in nature and which affect the Salary Structure for Tier | and
Tier ll. General Saléry Adjustments, where implemented, are intended to keep pace
with external salary inflation and preserve internal pay relationships with other County
employees who are not Participants. In recommending a General Salary Adjustment,

the chief administrative officer shall consider both the County’ s operational needs,

including the need to recruit and retain quality personnel under the Plan, and the

County’ s ability to pay for the adjustments. -General-Salarr-Adjustments-may-take the




SECTION 4. Section 6.08.340 (Management Appraisal and Performance Plan —
Tier | and Tier Il Management Appraisal and Performance Plan basic salary structure) is
hereby amended to read as follows:

6.08.340 Tier I and Tier Il Management Appraisal and Performance Plan

basic salary structure.

C. Placement or movement in Salary Range. By specific action, the board of
supervisors or the chief administrative officer may provide for salary placement or

subsequent movement of an employee at any rate within the established Salary range

for the position he/she holds. Movement in the Salary range may result in either an

increase or decrease to a Participant’s current salary.

E. Change of Status. When a person receives a change of classification, is
transferred, or is appointed from an eligible list to a position, such change of status shall -
not be deemed a promotion or demotion when there is a difference of less than 2.75
percent between the Contrql Point of the old Salary range and the Control Point of the
new Salary range or between the Control Point of the new Salary range and the highest

step of a position not designated for the Plan. Said person will be placed within the

Salary range at his/her then current salary or for Tier {l, placed on the nearest step that

does not result in a decrease in salary for the participant. Where the new position is

outside the Plan, the employee’s salary step placement shall be determined as

otherwise provided by this code.




F. Reduction of Salary Range. When a person continues to hold a position

whose Salary range is reduced or which is reclassified to a lower level, said person will

be placed within the new Salary range at his/her current salary or for Tier Il, placed on

the nearest step that does not result in a decrease in salary for the participant. If the

current salary is higher than the new salary range maximum, said person’ s rate of pay
shall be identified as a Y-Rate, which shall remain until such time as the Y-Rate is within

the Salary range for the position.

I Exception for Certain Participants. Except-as-provided-in-Section-6-08.345

As-the-The compensation of any Participant employed in a cléss or position designated
by an item sub other than “A” or “L" pursuant to the provisions of Section 6.28.020 A
shall be limited to that provided by this subsection. Such Participant shall be
compensated at a salary rate not to exceed the Control Point of the Salary range or at
any salary within the Salary range, with the concurrence of the chief administrative
officer. The salary rate for such Participants shall be adjusted in accordance with board
of supervisors approved General Salary Adjustments providing the Appointing Authority

certifies such Participant’ s performance is equivalent to “Met Expectations” or better.




SECTION 5. Section 6.08.345 (Management Appraisal and Performance Plan —

Temporary positions and appointments) is hereby deleted in its entirety:

SECTION 6. Section 6.08.360 (Management Appraisal and Performance Plan —

Special provisions) is hereby amended to read as follows:
6.08.360 Special provisions.

The provisions of Chapter 6.10 shall apply to Participants except as modified,
deleted, or supplemented below. Special rates shall not be included in base salary for

the purpose of calculating pay increases.




A. Temporary Assignments -- Special Rate. Any Participant assigned to
perform all of the significant duties of a higher-level position in an acting or temporary
capacity during the absence from work of an incumbent of an included position or when
such position is vacant for 30 calendar days or longer, shall be entitled provided, during

the term of the assignment, to-a additional compensation of 5.5 percent. adjustmentin

whicheveris-greater. The chief administrative officer may approve a higher amount that

does not exceed the maximum of the Salary range for the higher-level position and may

waive the 30 day requirement, based on the needs of the service.

F. Assignment of Additional Responsibility. The provisions of Section
6.10.073 shall apply to Participants except that such additional compensation
authorized in accordance with the provisions of Section 6.10.073 shall be egquivalentio

2-+6-pereent-6-5-percent-8.25-pereent-or up to 11 percent of a Participant’ s current

salary.

H. Acting Department Head -- Additional Compensation. Participants may

shall be provided additional compensation of 5.5 percent unless a higher amount is

approved by the board of supervisors. in-ieu-of compensation ded | _




SECTION 7. Section 6.08.370 (Management Appraisal and Performance Plan —

Tier | establishment of salary upon appointment) is hereby amended to read as follows:
6.08.370 Tier | establishment of salary upon appointment.
A person appointed to a class or position designated as participating in Tier | of

the Plan shall be paid as follows:

A Gounty-Officers-Department head. For persons appointed to positions of
department head, the Appointing Authority may designate a salary at any rate within or
outside of the Salary range established for the position to which the person is being
appointed. In the absence of such designation by the Appointing Authority, said person
shall be compensated as follows:

B. Appointment of Persons Not Currently Employed by the County. For
persons who are not currently employed by the County and who are appointed to

positions other than department head, the chief administrative officer shall review and

approve all department head recommendations, based on guidelines established by the

chief administrative officer. Additionally, appointments to a salary above the Control

Point of the Salary range shall require the approval of the board of supervisors.




C. Promotional Appointments. Exceptas-provided-in-Section6-08-340-Fa A

person being promoted from another position in County service shall be compensated
at a salary within the Salary range of the higher position as-provided in-subsection-B

abeve, except that such person shall receive an increase of atleast between 5.5 and 10

percent, rounded to the nearest dollar, above his/her previous base salary but not less

than the minimum of the Salary range. The chief administrative officer éhall review and

approve all department head recommendations for their Tier | participants, based on

guidelines established by the chief administrative officer. Promotional increase

amounts greater than 10 percent shall require the approval of the chief administrative

officer. Additionally, salary requests above the Control Point of the Salary range shall

require the approval of the board of supervisors. Persons compensated at a Y-Rate

shall receive an increase of 5.5 percent, rounded to the nearest dollar, over the
maximum of the Salary range for the person’s present position. If the person would
thereby suffer a reduction in salary, said person will be placed at his/her current salary
~ or at such higher salary as may be specifically authorized by the chief administrative

officer.
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SECTION 8. Section 6.08.373 (Management Appraisal and Performance Plan —
Tier | General Salary Adjustment provision) is hereby added to read as follows:

6.08.373 Tier | General salary adjustment provision

A. Tier | Participants. General Salary Adjustments for Tier | participants,

excluding appointed department heads, will take the form of a percentage change in the

“R-Range Salary structure on specific dates approved by the board of supervisors with

concurrent changes in the actual salaries of Participants. Only Tier | Participants who

have received a current performance evaluation of “Met Expectations” or better shall

receive a General Salary Adjustment.

SECTION 9. Section 6.08.375 (Management Appraisal and Performance Plan —

Tier | merit salary adjustment provisions) is hereby amended to read as follows:

6.08.375 Tier | merit salary adjustment provisions.

A. Bepa#ment—Head—Reeemmendaﬁew Annually, in accordance with
guidelines issued by the chief administrative officer, each Participant’ s Appointing
Authority shall recommend a Merit Salary Adjustment, ranging from a minimum of zero
percent to a maximum of 5 percent. Such Merit Salary Adjustments shall be limited to

Participants who have been in MAPP prior to April 1% of the current fiscal year and

whose current performance rating is “Met Expectations” or higher and shall take effect
on October 1st of each year except as otherwise provided by this Plan. Merit Salary
Adjustment recommendations are subject to chief administrative officer approval prior to

becoming effective. Such adjustments may apply to and/or result in a salary that falis

11




outside the established Tier | Salary range.

B. Appointed Department Head Merit Salary Adjustments. Arnually: {The
chief administrative officer shall assess the performance of appointed department heads
in consultaﬁon with the board of supervisors. Following subh consultation, the chief
administrative officer may authorize Tier | Merit Salary Adjustments for appointed

department heads at such times as also designated by the chief administrative officer;

provided, however, that appointed department heads who have received a current

performance evaluation of “Met Expectations” or better shall receive an adjustment that

is_not less than the General Salary Adjustment, if any, otherwise provided to other

MAPP Tier | Participants in the same fiscal year. ranging-from-a-minimum-of zero
pereent-to-a-maximum-of-5-persent. Such adjustments may apply to and/or result in a

salary that falls outside the established Tier | Salary range.

SECTION 10. Sectioh 6.08.385 (Management Appraisal and Performance Plan
— Tier Il establishment of step placement upon appointment) is hereby amended to read
as follows:

6.08.385 Tier Il establishment of step placement upon appointment.

A person appointed to a class or position designated as participating in the Tier Il
Management Appraisal and Performance Plan shall be paid as follows:

A. Appointment of Persons Not Employed by the County. For persons not
employed by the County and who are appointed to positions participating in the Tier II

Manégement Appraisal and Performance Plan, the chief administrative officer shall

review and approve all department head recommendations, based on guidelines

12



established by the chief administrative officer. the-Appointing-Authority-may-designate

B. Promotional Appointments. éeeept—as—pFevmied-m—Seeﬂen—Ggs—éMQ-lLa_A

person being promoted from another position in County service shall be compensated
at a salary within the Salary range of the higher position as-provided in-subsection-A

above, except that such person shall receive an increase of atleast between 5.5 and 10

percent, including step placement, above his/her previous base salary but not less than

the minimum of the Salary range. The department head may approve a salary that is

within the published guidelines established by the chief administrative officer. Salary

requests outside of the published CEO guidelines shal reguire submission of a written

justification and prior approval of the chief administrative officer. Persons compensated

at a Y-Rate shall receive the salary within the Salary range of the higher-level Position

13




which provides an increase of 5.5 percent over the maximum of the Salary range for the
person’ s present position. If the person would thereby suffer a reduction in salary, said
person will be placed at his/her current salary.

SECTION 11. Section 6.08.387 (Management Appraisal and Performance Plan
— Tier Il General salary adjustment provision) is hereby added to read as follows:

6.08.387 Tier Il General salary adjustment provision

A. Tier Il Participants. General Salary Adjustments will take the form of a

percentage change in the S-Range Salary structure on specific dates approved by the

board of supervisors with concurrent changes in the actual salaries of Participants.

SECTION 12. Section 6.08.390 (Management Appraisal and Performance Plan
— Tier Il Step advancement provisions) is hereby amended to read as follows:

6.08.390 Tier Il Step advancement provisions.

A. In accordance with guidelines issued by the chief administrative officer,
each Tier |l Participant may be eligible on October 1st of each year for advancement to
the next salary step on the applicable Tier Il S Range. Such step advancement shall be
limited to Participants who have been MAPP participants prior to April 1 of the current

fiscal year WGerd—at—leas%saneFth—en—thew—eement—salaw_step and who otherwise

meet the conditions for salary step advancement set forth in the Plan.

SECTION 13. Section 6.08.395 (Management Appraisal and Performance Plan

— Tier | and Tier Il departmental special rates) is hereby amended to read as follows:
6.08.395 Tier | and Tier Il departmental special rates.
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H. Department of the Chief Administrative Officer. Notwithstanding any other
provision of this Code, persons employed as Chief Administrative Officer (UC) (ltem No.
0868), Chief Deputy, Chief Administrative Officer (UC) (Item No. 0869), or Deputy, Chief
Administrative Officer (UC) (Item No. 0866) shall be deemed to be Participants in Tier |
of the Plan subject to the same Plan terms and conditions otherwise applicable to Tier |
Participants; provided, however, that, in lieu of a designated “R” salary range, such
employees shall be compensated pursuant to a salary range for which the minimum is
not less than the minimum rate for salary range R 21 and the maximum is not more than
a rate that is 10_ percent greater than the maximum rate for salary range R 25. The

Control Point shall be the mid-point between the minimum salary rate and the maximum

salary rate. The Board of Supervisors shall be the Appointing Authority for the Chief
Administrativé Officer (UC), and the Chief Administrative Officer (UC) shall be the
Appointing Authority for the Chief Deputy, Chief Administrative Officer (UC) and Deputy,
Chief Administrative Officer (UC) positions.

I Department of Health Services. Notwithstanding any other provision of
this Code, any person employed as Director of Health Services shall be deemed to be a
Participant in Tier | of the Plan subject fo the same Plan terms and conditions otherwise
applicable to Tier | Participants; provided, however, that, in lieu of a designated “R”
Salavry range, such employee shall be compensated pursuant to a Salary range for
which the minimum is not less than the minimum rate for Salary range R21 and the

maximum is not more than a rate that is 10 percent greater than the maximum rate for

15




Salary range R25. The Control Point shall be the mid-point between the minimum

salary rate and the maximum salary rate.

SECTION 14. Section 6.10.090 is hereby deleted in its entirety:

SECTION 15. Pursuant to Government Code Section 25123(f), this ordinance

shall take effect immediately upon final passage.

[MAPPQ72008SOCEOQ)]
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